Introduction
The increase in human existence, multicultural aspects and interaction in the 21st century threaten the peace of humanity. Higher institutions in Africa, especially in Nigeria, had been litigating from academic advancement as a result of ever-increasing conflict that constitutes a significant factor in the organisation and society (Olajide 2011) . Conflict, as is often said, is an integral part of human existence and an inevitable friction in any organisational structure as the stakeholders have different incompatible goals (Ibukun 1997) . However, whenever a conflict occurs, it must be managed and handled constructively; else it will threaten the very existence of the organisation, and the nation and society at large.
Higher institutions in developing countries like Nigeria (e.g. universities, polytechnics, colleges of education and organisations having different mono-technic goals) are often regarded as complex institutions to manage in terms of conflict as conflict is inescapable (Bloisi 2007 ). Higher institutions worldwide experience different levels of conflict, but a well-managed conflict will not escalate to violence. However, conflict can cause deep rifts in the framework of an institution and it can also be a veritable tool to promote the institution to a new level of effectiveness (Fatile & Adejuwon 2011 ). This implies that internally the tertiary institutions in Nigeria are shaped by various forces. These include external and internal forces within the institutional frameworks that constitute constraint to administration efficiencies. Thus, conflict is inevitable (Gbadamosi 2006) . Therefore, it will be difficult for higher institutions to attain academic efficiency in an environment that engulfs crisis as witnessed in tertiary institutions in Nigeria today. The stakeholders, that is, students and staff (academic, non-academic and administrator), pose conflict which may result in protests, revolts, unrests and violence, leading to closure of academic programmes for months (Adeyemi, Ekundayo & Alonge 2010) .
Background: Conflict constitutes a major significant factor in human interaction because of the interdependent relationship of individuals. However, its effective management and strategies are imperative for growth and development in an organisation or a society.
Aim: This study examines conflict management in Nigerian tertiary institutions to examine the extent to which conflict management engendered stakeholder participation in the two institutions since their establishment and to investigate whether the performance of a conflict management board in two institutions has improved since their establishment.
The fundamental issues in the effective management of conflicts in any society lie in giving room to individual and group participation, which is paramount to organisational development. Conflict, as is often said, is an integral part of human existence and inevitable in any organisation (Sanda 1992) as the stakeholders have different incompatible goals. However, whenever a conflict occurs, it must be managed and handled constructively; else it will threaten the very existence of the organisation, and the nation and society at large (Olaleye & Arogundade 2013) .
It has been observed that Nigerian tertiary institutions are being confronted with various constraints, such as poor infrastructures, increase in tuition fee, extortion money from students by the lecturer and sexual harassment, among others. These have given rise to distrust and hostility among the stakeholders of higher institutions, hence militating against the smooth, effective and efficient administration in the institutions (Rahimi 2002) .
Educational administrators seemed not to have been proactive to the threat posed by conflict in higher institutions, which might engender the progress and development of the institutions if not properly managed. One such instance is the recent crisis that disrupted academic programmes of Lagos State University (LASU) in 2015, where the union prevented the vice chancellor Prof. John Obafunwa and some key officials in entering the main campus to performs their duties, singing and shouting 'Obafunwa must go'. Also similar incidents occurred in Adekunle Ajasin University AkungbaAkoko (AAUA), Ondo State, Obafemi Awolowo University (OAU) and University of Benni (UNIBEN), to name a few, where students set some of the school properties ablaze and destroyed properties worth millions, resulting in closing down the academic programmes for months.
Based on this context, the article focuses on the following research questions:
• To what extent has conflict management engendered stakeholder participation in LASU and AAUA? • Has the performance of the conflict management board in LASU and AAUA improved since the establishment of the board?
This study has the following research objectives:
• to examine the extent to which conflict management engendered stakeholder participation in LASU and AAUA since their establishment • to investigate whether the performance of the conflict management board in LASU and AAUA has improved since their establishment.
Conceptual and theoretical framework
Some scholars have claimed that conflict is perceived as negative, dysfunctional and destructive (Geoffrey 1997 Other scholars such as Oladele (2011) and Adesina (2010) , opine that conflict engenders interaction of persons or a group of people in relation to different expectations, interests and backgrounds in society. Going by the claim made by Oladele and Adesina above, conflict can be viewed as unavoidable and a normal part of a society or an organisation.
Ositoye et al. (2012) avert that conflict can be disagreement that exists between one or two parties. According to them, it creates situations where both parties perceived a situation in different directions in reaching compromise on issues of common interest. Thus, it may lead to protest, strikes and disruption of work activities.
From the examination of various definitions, this article likes to define conflict as a misunderstanding that arises when one or two people have different views or pursue different goals in an organisation. It is what usually occurs between students and staff (management), who are the university stakeholders.
Conflict management entails the establishment of various mechanisms to eliminate the misconception or negative feeling aspects of conflict to enhance learning and group outcomes so as to pave the way for people to achieve their goals (Adeniji 2009; Albert 2010; Goldman 1996) .
Oni (2007) averted that conflict management enhances capacity through a number of measures by working with the parties involved in conflict. The above definition covers the entire area of handling conflicts positively, being proactive at and preventing conflict. In the view of Adaeze (2014), it is a diagnostic process or dialogue where strategies and intervention are designed to curtail the conflict. This implies that when conflict arises, the need is to become a positive solution provider, rather than generating a negative one, which threatens the individual or group, so as to cover conflict limitation, containment and litigation.
From the examination of various definitions, this article likes to define conflict management as measures put in place in managing conflict towards constructive action in resolving organisational conflict. This indicates that when conflict arises, the need for proper management is imperative so as to enhance positive results.
Theoretical framework
The study anchored on the structural-functional theory of Persons (1960) . This theory views that human beings normally adjust to a given structure in society. However, any adjustment in the system might lead to conflict. It means that people are irresistible to change in organisation and without proper management it may lead to destabilise the organisational objective. Some scholars such as Zahid & Sumaira (2014) posit that it will be impossible to see a conflictless society or organisation contrary to the makeshift belief of some authors that a classless society or organisation will end conflicts all over the world. The point however remains that conflict is inevitable because it is innate in a person (Miner 1973) . Thomas Hobbes captures this view eloquently when in his major work Leviathan, he described the hopeless chaos of the state of nature as a life without gentility or beauty, without charm or peace and without industry and culture (Goldman 1996) . According to Alabi (2002) , conflict should be managed by minimising structural changes in order to maintain stability with both the individuals and the institutions. The implication is that tertiary institutions should be proactive to organisational structures and in policymaking without taking into consideration the benefits of the stakeholders (Agbonna 2009 ).
Conflict in the Nigerian tertiary institutions
Conflicts in Nigerian universities are like growing monsters (Adeyemi & Ademola 2012) . Prevailing crises that Nigerian universities are currently confronting are more than what they were in the past. Conflict has remained an instrument employed by students or groups in the pursuit of their personal or collective goals and the forums put in place by the management are much more far-reaching than ever before. However, the consequence of globalisation and dynamic changes in the management of organisations have contributed positively and negatively to the Nigerian university system (Adeyemi et al. 2010) ; therefore, it is required to curb crisis which has become more rampant in the Nigerian tertiary institutions resulting in poor academic performance of students and poor learning environment. In brief, conflicts in Nigerian universities vary from one institution to another in terms of capacity, environment, population, goal, specialisation, governance and unionisation, among others (Ogbona, Yusuf & Onifade 2013) . It has been observed that the causes of conflicts in one university might differ from another (Ndum & Stella 2013) . However, university-based conflicts are also linked to other factors.
The challenge underlying the university system can be classified as internal and external forces which create the type and nature of conflicts in place (Okotoni 2002) . Universities experience countless conflict situations, and the absence of their proper solution contributes to a highly adversary poor academic outcome.
Obasan (2004) is of the view that conflicts are unique to the university settings; it may occur based on a wide range of issues such as norms, sexual harassment, policies and student behaviour, among others, which might lead to dispute in the campus. Yet, when conflicts occur, there are many similarities in the dispute culture across universities (Idowu 2014) . For instance, situations that may seemingly have no relationship with the university may become a source of major conflict and get played out at the university, which might lead to actions taken opposed by students (Adejuwon & Okewale 2009 ).
Research method
The study adopted a survey research design. The reason for selecting this method was that it enables the researcher to elicit data from the respondents without any attempt to manipulate the variables. The study also employed qualitative and quantitative methods; furthermore, purposive sampling was adopted. Firstly, the study reviewed the literature on conflict management in Nigerian tertiary instructions. Data were drawn from both primary sources, which included structured interviews and questionnaires, and secondary sources, which included published journals, articles, textbooks, Internet and libraries, among others.
The study was restricted to two universities in southwestern Nigeria (LASU, Ojo Lagos and AAUA, Ondo State), and the sample size restricted to 400 university level students in the Faculty of Management and Social Sciences. The choice of the two universities was instructive. Firstly, there is evidence that these two universities had a recent crisis between the staff, students and university management and a conflict management board was established. Secondly, time and funding did not allow the researchers to expand the study to other tertiary institutions in Nigeria and Africa at large.
The total population comprised the academic and nonacademic staff, students and the university management (see Table 1 ).
Presentation and analysis of data
The method of data analysis and interpretation was used on a sample percentage. Sample percentage entails using the diverse responses or answers from respondents in order to categorise them and thereby draw the representative percentage for each of the groups. In testing the appropriate http://www.apsdpr.org Open Access decision by using chi-square at 5% level of significance, the formula for chi-square non-parametric technique is given in Equation 1:
where:
• X 2 = Chi-square calculated • Σ = Summation notation • Q = Observed frequency • df = Degree of freedom will be calculated as (r -1)(-1), where: ß r = row ß C = columns. Table 2 shows that 96% of the sampled population returned the completed questionnaire.
Presentations of findings, analysis and decisions Presentation of primary data

Results
Question 1: In response to this question, the results showed that 400 (83%) respondents said 'yes' while 80 (17%) replied 'no'. This implies that the introduction of conflict management board engendered stakeholder participation in the two universities (LASU and AAUA).
Questions 2: Regarding this question, 470 (98%) respondents stated 'yes' while 10(2%) said 'no'. This demonstrates how communication gap in the two universities results in conflict among the university stakeholders, thereby resulting in prolonging the academic programmes.
Question 3:
In response to this question, 300 (63%) respondents stated 'yes' while 180 (37%) replied 'no'. Based on the percentage method, the performance of the conflict management board has engendered effective mechanisms such as dialogue, mediation and participation in the two universities.
Question 4:
In response to this question, 345 (72%) respondents stated 'yes' while 135 (28%) replied 'no'. Based on the above analysis, it can be said that the two universities' (LASU and AAUA) conflict management boards are proactive to crisis (please see Table 3 ).
Research question 1
To what extent has conflict management engendered stakeholder participation in LASU and AAUA? Table 4 illustrates the respondent opinion, to calculate expected value in question 1 and 2; 400 (83%) respondents stated 'yes', while 80(17%) respondent replied No. Question 2, 470(96%) respondents stated 'yes', 10(2%) respondents replied 'no'.
Expected frequency for 'yes' is given in Equation 2: where:
• TR = total rows • TC = total columns • TG = total grand • O = observed frequency • E = expected frequency See Table 5 and Equation 3 for calculation of Chi-square value:
• X c 2 = 60.08 • df = (R -1) (c-1), where:
ß r = row ß C = columns. 
Research question 2
Has the performance of conflict management board in LASU and AAUA improved since the establishment of the board? Table 6 illustrates the respondent opinion, to calculate expected value in question 3 and 4; 300 (63%) respondents stated 'yes', while 180 (37%) respondent replied 'no'. Question 2, 354 (72%) respondents stated 'yes', 135 (28%) respondents replied 'no'.
See Table 7 and Equation 4 for calculation of Chi-Square value:
• df = (R -1) (c-1), where: ß r = row ß C = columns.
• df = (2-1)(2-1) = 1X1df = 1 
Discussions of findings
The importance of this research work has been to determine the extent to which conflict management enhances effective academic programmes in Nigerian tertiary institutions, thus leading to research question 1: To what extent has conflict management engendered stakeholder participation in LASU and AAUA? This question sought to find out how conflict management strategy adopted by the two selected universities paves the way for effective resolution of crisis in the university. The findings from the research revealed that conflict management has engendered stakeholder participation in decision-making in these two universities. This is in agreement with the findings of Fatile and Adejuwon (2011) , who pointed out that tertiary institutions' conflict management in the two universities (LASU and AAUA) enhances a constructive communication process that paves the way for negotiators and to be guided from disrupting the university strategies towards attempting its manifestation and latent goals for conflicting parties that are systematic in the way they communicate their grievances.
Research question 2: Has the performance of conflict management board in LASU and AAUA improved since the establishment of the board? The research sought to investigate the effectiveness of the conflict management board in the management of conflict in the two universities. The research revealed that the performance of a conflict management board in LASU and AAUA has improved significantly in terms of peace building and consultation since the establishment of the board. This implies that the conflict management board in the two institutions established strategies that create avenues for discussions and dialogue for managing conflicts. This is in line with the findings of Alabi (2002) , Fatile and Adejuwon (2011) , and Olaleye and Arogundade (2013) , who posited that managing conflict in Nigerian tertiary institutions demands democratic or participative leadership style of effective administration.
Conclusion
It has been observed that conflicts are inevitable in human life and so are they in higher institutions. Based on the findings of the study, it can be said that conflicts in the spate of tertiary institutions and they hinder the development of the educational system. Hence, it is impossible to attain a conducive environment in the higher institutions characterised by conflict. The fact however remains that dysfunctional consequence of conflict should be avoided, while functional conflict should be accepted.
Recommendations
Based on the findings of the study, it is recommended that tertiary institutions in Africa including Nigeria should be more democratic, dialogue oriented and consultative in decision-making so as to enhance stakeholder participation in conflict resolution. It is also recommended that tertiary institutions should adopt effective conflict management strategies that would empower the tertiary institutions in conflict consultation.
Also universities should establish rules and regulations that should be made available to all the stakeholders (students, academics and management) to avoid communication gaps and conflict within the university system.
Finally, the conflict management board should involve well-experienced and trained people in the area of human management.
